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9 August 1974 


MEMORANDUM FOR: Deputy Director for Intelligence 
Deputy Director for Management § Services 
Deputy Director for Operations 
Deputy Director for Science § Technology 


SUBJECT: _ MAG Annual Report 1973-1974 


1. On 6 August I met with the Management Advisory 
Group to review its 1973-1974 Annual Report. Several 
activities described therein are worthy of calling to 
your attention. Please distribute this report to your 
offices heads as you wish. Sufficient copies are attached 
to accomplish this. 


2. During my meeting with MAG we discussed very 
briefly its relationship with the Directorate MAG's. At 
your convenience, I would welcome a short status report 

written or oral) on your MAG' 
ua  STATINTL 


W. E. Colby 
Director 


Info Copies: 
‘ 1 - DDCI 

- D/DCI/IC 
- D/DCI/NIO 

- GC ) 

- IG 

- Asst/DCI 
4- MAG 

- Comptroller 
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5 July 1974 


MEMORANDUM FOR: Director of Central Intelligence 


SUBJECT - Activities of the Management 
Advisory Group, June 1973 - May 1974 


1. The activities of the Management Advisory 
Group (MAG) during the past twelve months are summarized 
in this annual report. 


2. <Administratively, MAG continued with monthly 
business and dinner meetings. In addition, monthly 
meetings were held with the DCI where MAG provided, 
at his request, recommendations and comments on 
several topics. Senior Agency officials continued 
to speak at the dinner meetings, and, for the first 
time, the guest speaker at one dinner meeting was 
from outside the Agency. That speaker was Dr. Ray Cline, 
then Director of INR, State Department. The fresh 
perspective offered by a guest from outside the Agency, 
but within the intelligence community, made this a 
particular desirable innovation. The speakers in 
order of appearance were: Messrs. Proctor, i! STATINTL 

STATINTL Brownman, Evans, and Gen. Walters; also Messrs. Cline, 
MENG «tams, Carver, Duckett, and Gen. Graham. 


STATINTL 3. In September MAG held a three-day business 
session MEN «MAG members found this session 
particularly rewarding, from both a business and 
personal standpoint. The MAG paper on personnel 
approaches (included as Tab Ji}, considered by most 
members to be the most significant paper of the 
year, was developed during this meeting. 
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4. During the year, consideration was given to 
changing MAG's affiliation from the Executive 
Secretariat to either the Inspector General or the 
Secretary of the Management Committee. However, after 
discussions with the parties involved, the present 
arrangement was determined to be preferable and will 
be continued. 


5. Most importantly, MAG prepared a number of 
papers during the twelve-month period identifying or 
responding to problems or potential problems in the 
Agency and offering recommendations for improvement. 
Summaries of these papers, including any actions 
taken by management in response to our recommendations, 
are given below::- 


A. Recommendation for CIA Policy State- 
ment on Wives of CIA Employees Stationed Abroad. 
MAG recommended that a policy statement be issued 
to provide station chiefs and overseas employees 
with guidance on the question of the relationship, 
obligations, and duties of wives of CIA personnel 
abroad. The recommendation was considered by Agency 
management to deal with a "non-problem" and, therefore, 
was not approved. (Tab A) 


B. Policies and Procedures in Separate 
Components Applicable Elsewhere. In the previous 
annual report, MAG presented information on a number 
of management policies and procedures found to be 
particularly effective by various components within 
the Agency. The Office of Personnel added to this 
compilation, and the Director suggested, at the time, 
that these techniques be publicized. This information 
was not published, and MAG again, during this twelve- 
month period, provided the Director with a summary of 
particularly effective techniques and again asked that 
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they be publicized. The Director concurred in this 
request and suggested that an "exhibit" of these 
techniques be prepared. A two-day symposium was 
held on 9-10 April 1974 on personnel practices, 

and further efforts are underway. (Tab B) 


C. Summation of Excess Personnel Data. 
MAG reviewed directorate data on personnel considered 
to be excess at the time of the March 1973 excess 
exercise to determine if there was bias against 
personnel detached from their parent components. MAG 
did note apparent bias against some personnel assigned 
to other components and suggested a review of the 
policy of selecting personnel for these assignments. 
Concurrently, an employee appealed the excess action, 
charging bias because of assignment status. DDM§&S 


reviewed the facts and, as a result, BM Assign- STATINTL 


ment Policy, was revised. 


D. Request for Increased Recognition of 
GSA Employees. MAG urged that management encourage 
programs which would recognize the importance of 

GSA employees to the Agency. Increased recognition 

would properly express the Agency's appreciation, 

have a positive effect on the morale of GSA employees, 
and contribute to the efficiency of the GSA work force. 
MAG's suggestion that the Agency publish its appreciation 
for GSA's work was not carried out. However, MAG's 
recommendations did result in an open house for GSA 
employees and the dissemination of positive information 
about GSA employees to Agency support officers. (Tab C) 


E. Directorate Management. In response 
to the DCI's query as to what relationships should 
exist between the DCI and directorate MAGs, we 
recommended against any formal liaison or coordination 
requirements between the groups and urged that each 


be recognized as independent in its own right. (Tab J) 
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F, Maternity and Paternity Leave. In 
response to a letter from an Agency employee, MAG 
recommended the wider dissemination of information 
on maternity leave. Concurrently and unknown to MAG, 
Agency regulations were being rewritten to liberalize 
the administration of maternity leave in line with 
federal practice. The revised regulations have since 
been published. MAG did not endorse other recommendations 
in the letter concerning paternity leave or maternity 
leave for adoption. (Tab £) 


G. Vacancy Procedures: <A Suggestion. 
It was brought to MAG's attention that some employees 
received no feedback after applying for a vacancy. 
MAG, therefore, recommended that there be a formal 
requirement to provide written notification to all 
of the applicants for a position when the vacancy is 
filled. Management approved and implemented this 
suggestion. (Tab F) 


. H. Agency Sponsored Charter Bus Service. 
The title of this MAG recommendation implied that 
the Agency fund and organize charter bus service for 
large concentrations of Agency employees. However, 
our intent was to merely obtain Agency assistance in 
identifying these concentrations so that the employees 
themselves could organize charter bus service to 
their areas of residence. Specifically, we requested 
Agency assistance with a questionnaire and computer 
support to identify these employee concentrations. 
However, Agency participation in this idea has been 
judged infeasible for legal and security reasons. (Tab G) 


I. The Program Call Process: Need for 
Reappraisal. MAG felt that Program Call was not 
meeting its intended purpose of being an effective 
management improvement tool and recommended an appraisal 
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of the entire process. MAG stressed that the data 
demanded of components below the directorate level 
was too detailed, and the manpower cost to provide 
the data was excessive. It urged a reappraisal aimed 
toward achieving greater selectivity in collecting 
data from the components and greater flexibility for 
the components in providing the data. Although 
Agency management felt that the proposal was too 
general, it did, in fact, indicate an intention to 
overhaul the Program Call process. (Tab H) 


J. Centralized Courier and Pouch Facilities. 
MAG pointed out to the Director that numerous studies 
and suggestions recommending the consolidation of 
courier and pouch facilities within the Agency had been 
made, all without result. We, therefore, recommended 
that he personally interest himself in this matter and 
encourage such consolidation. He did so, and the 
Management Committee is directing efforts to 
centralize these services. (Tab I) 


K. Recommendations on Agency Personnel 
Management. MAG made 18 specific recommendations 
on Agency personnel management practices to the 
Personnel Approaches Study Group which was developing 
an overall Agency policy on the subject. MAG cited 
the premises upon which the recommendations were based 
and noted that some of the recommendations were already 
practiced by some components but should be implemented 
throughout. Our inputs, as well as those from 
directorate-level MAG's contributed to the "New 
Approaches to Personnel Management" enunciated by the 
Director in his Employee Bulletin of 1 April 1974. 
(Tab J) 


L. Survey of Suggestion and Invention 
Awards Program. MAG conducted a limited survey of the 


Suggestion and invention awards programs, stressing 
both the strengths and weaknesses in the program. 
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It concluded that although the program seems to be 
fairly administered, it is impossible to quantify its 
value. MAG stressed that the program's ultimate success 
depends largely upon support from top and middle 
management. The survey was thought by management to 

be of such value that it was summarized and published 

as an employee bulletin in December 1973. (Tab XK) 


M. "Feedback" as a Mechanism for the 
Evaluation of Agency Performance. MAG made several 
recommendations for the use of feedback data as a 
measure of Agency performance. Management “rejected 
the first of these recommendations, the establishment 
of the Publications Source Survey program on a 
community-wide basis, since it was thought to conflict 
with the Key Intelligence Question Evaluation Process 
(KEP), then being formulated. Decisions on the 
remainder of the recommendations, which involved 
creating a mechanism for obtaining feedback on 
"actionable" reporting and greater participation 
by NIO's and analysts in planning and evaluating 
collection projects, have been deferred by management 
until a later date. (Tab L) 


N. Steps to Encourage Car Pools. To 
facilitate the formation of car pools, MAG recommended 
that the Office of Personnel be authorized to release, 
under adequate security procedures and on individual- 
request basis, the names of all persons living within 
a given ZIP code or telephone exchange area. MAG 
felt that greater access to this information would 
be particularly beneficial to those living in remote 
areas not shown on the car pool locator boards. 
Although the recommendation to make available the 
names of potential car pool members was rejected on 
security and “invasion of privacy" grounds, car pool 
locator boards covering a larger geographic area will 
be installed. (Tab M) 
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O. New Procedures for Evaluating Research 
Proposals. MAG recommended modifications to the 
contract proposal and review process to improve its 
effectiveness. It criticized the process for not 
focusing on the specifics of a research proposal, 
thereby contributing to needlessly long negotiations 
and causing ambiguities about what the proposal will 
do. These modifications involved the use of four 
specific criteria which could be used for screening 
research proposals and for auditing the results of 
research that is funded. These modifications are 
now being considered by management. (Tab N) 


P. Comments on the Director's Los Angeles 
World Affairs Council Speech. MAG recommended that 
the speech be given wide distribution to all employees 
at Headquarters and overseas and that a covering 
memo present some of the Director's thoughts on 
"going public." MAG also suggested that the Director 
post, perhaps on the DCI bulletin board, a list of all 
organizations and persons who visit and tour Headquarter's 
components and include his plans for future exposure. 
The Director indicated that he would consider 
implementing these suggestions. (Tab 0) 


z 
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LL 
12 ..June LOTS 
t £ 
MEMORANDUM FOR: Executive Secretary, 
x CIiA Management Committee 
SUBJECT : Recommendation for CIA Policy 
: “Statement on Wives of CIA Employees 
Stationed Abroad 
‘1. %It is MAG's judement that CIA should issue 
a policy statement on the role of the wives (or 
husbands) of CIA employees stationed abroad similar 
a in substance to the Joint Department of State/Agency 
( for International Development/United States Information 
Dp 


Agency policy statement on this subject issued in 
January 1972 as Department of State Airgram A-728 
(copy attached). 


2 
2. ‘The recommendation for an Agency policy 
statement is not the result of a MAG study or record 
of instances indicating any abuses by CIA Station 
Chiefs in this area. Nevertheless, MAG sees utility 
in an Agency initiative to provide guidance ta COS's 
and overseas employees on the question of the relation- 
ship, obligations, and duties of wives of CIA 
personnel abroad, 


MANAGEMENT ADVISORY GROUP 


Attachment 
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13 dune 1973 


MEMORANDUM FOR:: Executive Secretary 
CIA Management Committee 


FROM : Management Advisory Group 
SUBJECT : Policies and Procedures in Separate 


Components Applicable Elsewhere 


REFERENCES 


A. Memo for Mr. Colby fr OP, dtd 
-21 Feb 73, same subject 


B. Memo for ExDir-Compt fr MAG, dtd 
13 Dec 72, same subject 


from the Office of Personnel outlined 
additional prac cease in separate components which might 

have applicability else wheres MAG agrees that the Office 

of Personnel is the logical "clearing house" for identifica~ 
tion, review, and sharing of ee information 
on successful management techniques daveloped by oe various 
components of the Agency. MAG fur ee heartily end orses 

Mr. Colby's instruction to the Office of Personnel to "gen- 
erate some action" to publicize those innovations which have 
roven to be effective and worthwhile. 


1. Referenc 


2. The mechanical compilation of viable ma nageme nt 
policies and procedures (References A, B, and the remainder 
of this memorandum) , however, Will be a feckless exercise not 
warranting the time and effort required unless some sort of 
vehicle (verbal, written, or a combination thereof) to make 
them:known to all managers is developed. It is realized that 
the establishment of an effective and continuing means of 
communicating these ideas is, perforce, a tall order, but one 
which is necessary if disparate parts of the Agency axe to 
benefit from the experimentation of other components. 


3. he following paragraphs contain a few additional 
policies and procedures which have come to MAG's attention 
since Referances A and B were prepared and are forwarded as 
an eddéendum to these memoranda. Once again for your conven- 
tance, the contributions have been grouped uncer the cate- 
ecries of orientation, communications, personnel planning 
ana d@evelopment, evaluation, and utilization of junior officers. 
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The consolidation of parts of thea earlier maroranda and the 
paragrapns into a package for distribution to Agency ma ee 
would be a good beginning (but only a beginning) in conmuni- 


tating these ideas. 


4, Orientation 

A. OSI has sevaral methods of guiding a new analys 
He meets with the Director of OSI upon entrance on duty and 
again after three years to discuss his problems and future in 
the office, New peGeeee Ones of GS-il rank and below are as- 
‘signed a "big brother” who not only introduces him to certain 
Agency facilities ana services, but also reports monthly for 
nine months to the OSI personnel officer on how well the new 
employee is settling in. Any major problems with the new em- 
ployee are called to the attention of the Director of OST 
through this mechanism. 7 

B. Additionally, OSI utilizes a form listing varicus 
Agency briefings and familiarization tours (such as an NPIC tour) 
which is sent to a new analyst's division as a reminder to his. 
supervisor that he should be sent to appropriate ones. Further- 
more, each division and the production staff brief groups of new 
analysts so that thay can become familiar with the overall respon- 
Sibilities of the office. To acquaint OST divisions with new en- 
ployees, OSI. issues a short biography on recent arrivals. 


5. Communications 


A. OSR has issued a directory -- sized and folded to 
into the Agency phone book. This directory allows for easy acc 
to the division or analyst within OSR who may have the answers 
questions posed by personnel within and without OSR. OCI an 
have Similar listings of personnel and offices which lead to ea 
access to those who may have the expertise required to answer 
specific questions. 


(a) 


och 


yo 
Web eb 


AK BIO oO) be 


B. OSI has established a biweekly office newsletter 
7hich contains substantive and administrative information con- 
cerning the past two weeks, uvcoming events of interest, and 
editorials: from the Givision chieis. Beery Gthsr week, a calescer 
alone is issued listing the significant events for the coming wee 

Cc. OSI has a yearly awards program with the entire Offic 

attendance in the auditorium. Awards are gi he 
ector speaks on any topic he feels of inte ©) 
the chiefs may choose to discuss their act a 
xz. Cn occasion, selected analysts have snp & 
oy dGaemed to be of interest to the entire 0 
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Gs “Personnel Planning end UVevelopnsnc 
OSI has issued notices and regulations covering the 
role of the career service panel, promotions, evaluations of 
performance, and recognition of superior performance. The 
career service panel includes two menbers-at-Llarge {as ovpossed 
to each division and stafi chief) who serve for two years; they 
are picked from GS-lis through GS-l4s. 
7. Evaluation 
OST requires each supervisor preparing fitness reports 
to hold a mid-point discussion with the analyst baing reviewed. 
Strengths and weaknesses are discussed by the supervisor, and the 
aviewee is expected to air his complaints and problems at that 
time. This has proven to be an excellent mechanism for opaning the 
lines of communications between the employee and the supervisor. 
A memo of the conversation is prepared by the reviewer, shown to 
the reviewee, and then placed in OSI personnel records. 


8. Utilization of Junior Officers 


A. The Office of Security also has a Management Advi 

Group (which came into existence at about the same time as MAG 
consisting of young careerists, grade GS-11 or below, who have 
S 


bean with the Office of Security for at least one year. It l * 
eGhaired by the Deputy Director of Security with 2ts objective -—= 
"to obtain management input and advice from our younger careerists. 


B. The Office of Communications’ Administrative Review S 

Panel, established at a radio base staticn iy TATINTL 
proved to be a worthwhile example of utilization of junior ofricers . 
Membership was voluntary and divided among the operations, tech- 
nical and telecommunications staffs, excluding supervisory . 
personnel. Its purpose was to opan lines of communications be- 
tween the station edministration and the remainder of the staff. 
Indeed, the panel received so many queries and recommandations that 

e frequency of meetings was increased from monthly to weekiv to 
2eal with the workload. 
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ll July 1973 


MEMORANDUM FOR : Executive Secretary, CIA 
Management Committee 


FROM >: Management Advisory Group 
SUBJECT >: Increased Recognition of GSA 
Employees 


; 1. A MAG inquiry into the Agency's relations with the General 
Services Administration (GSA) has resulted in the conclusion that 
working arrangements and coordination on day-to-day matters are 
excellent. However, in some areas the Agency could take action to 
assist GSA in building and maintaining a work force which would be 
more efficient and, consequently, more highly regarded and appreciated. 
Specifically, the Agency could encourage its personnel to give proper 
recognition to the GSA work units and, in particular, to the custodial 
force. For example, the Agency could issue employee bulletins which 
point out how each Agency employee can help to make the custodial 
forces' job just a bit easier. This action alone might signal to the 
GSA work force that indeed, "Somebody does care." 

2. The Agency and GSA should continue to explore possible 
programs which might cause the GSA employees to feel more appreciated 
by their CIA tenants. For example, an open house for GSA employees 
and their families seems a simple, inexpensive gesture which could 


have a positive impact on the morale of GSA employees. There are 
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Similar ideas that both Agency and GSA officials have considered 

which have not been implemented for one reason or another; they 

should be reviewed and, if they remain valid, should be reconsidered. 
3. MAG believes that Agency management should actively encourage 

any programs which could assist GSA in accomplishing its mission. It 

appears that, as an initial move, publication of the Agency's concern 

and appreciation for the job GSA is doing would be appropriate. From 

there, additional programs should be explored which could result in’ 


an improved working environment for both Agency and GSA employees. 
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MEMORANDUM FOR: Executive Secretary, CLA Management 


Commiittes 
SUBIECT : Directorate Managemant Groups 
1. The Management Advisory Group has been aaked to 


cornment on the meen, which ghould exist ostwaen tha MAG 
and the recently formed Dirsctorate mar MAgGemMant grouvs. 


2 The MAG recognizes the Directorata management 
«! a 


gYOupS a3 sovereign bodies. They exist independently of the 


MAG, and presumably will ba responsive to the needs of thaix 
components and the guidance of oe. respective Deputy Direc- 


Frar ge 


3. Tae MAG members, individually and as a committes, 
will attempt to resvond positivaly to ae 
cooperation from the Directorate manag 
the MAG is reluctant at present to sugges 


2 
coordination ragquirarnants, 3 
4. The MAG undexstands that former MAG membeara m ay 
serve initially with on Directorate management groups. Informal 


a) 
relations between the MAG and the other management groups should 
‘develop naturally if this practica ts followed. The MAG will con- 
tinue to monitor tha development of relations between the groups, 


aa 


and may nave some additional suggestions to offsr in the furnra. 


MARAGE MENT 
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14 August 1973 


NOTE FOR: Director Central Intelligence 
FROM > Management Advisory Group (MAG) 
SUBJECT : Maternity and Paternity Leave 


1. The attached memorandum was sent to MAG for consideration. 
Upon investigation it was determined that the central issue was 
whether a person adopting a child or a man whose wife was having 
a child should be able to use sick leave, as is the case for women 
who are pregnant. MAG was informed by the Office of Personnel that 
the Agency's rules in this matter are in conformity with Civil 
Service regulations. 


2. The writer of the memorandum offers three recommendations 
in paragraph five of his submission. A majority of the MAG does 
not endorse recommendations a and b. Recommendation c, however, 

Ts endorsed by MAG. We believe that this could best be accomplished 
through an Employee Bulletin on the subject or as part of the Office 
of Medical Services "Newsletter, "' 


3. We are forwarding this memorandum for your information. 
MAG plans no further action on the subject. 
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26 June 1973 


MEMORANDUM FOR: The Management Advisory Group 


SUBJECT : Maternity and Paternity Leave 


1. I would like to call to your attention some in-= 
equalities with regard to the Agency's policies on maternity 
and paternity leave. The problem came to my attention 
because of my recent, personal experience arising from my 
adoption of a foreign child. 


2. Confusion exists over the Agency's maternity leave 
policy. For example, most women believe they must go on 
maternity leave at the end of the seven and one-half months 
of pregnancy. The Agency does permit a woman to work longer 
in certain instances, if the doctor advises it is not in- 
jurious to her or the baby. This option is not well known 
and in fact, women are rarely told that it exists. 


3. Eligibility for maternity leave is defined in 
terms of capacity (or incapacitation) for work. Taken in 
strictly medical terms, this automatically eliminates a man 
from receiving paternity leave. Such a fixation on bio- 
logical criteria alone is, I suggest, a form of discrimin- 
ation which is out of date with the current government 
emphasis on equality of the sexes. ‘There are many forms of 
incapacitation. Certainly a husband can become incapacitated 
for work, worrying over the care his other children are 
receiving while his wife is in the hospital. 


4. Under the current regulation, a woman who is 
adopting a child is not eligible for maternity leave, 
because there is no biological incapacitation. Again the 
phrase incapacitation is defined in the narrowest of terms, 


to the point where in fact it becomes a form of discrimination. 


5. I suggest that the whole policy of maternity/ 
paternity leave be re-examined, that the Agency not hide 
behind narrow and somewhat antiquated bureaucratic inter- 
pretations, and that CIA streamline its maternity/paternity 
policy along the following lines: 


Approved For Release 2000/09/16 ;, CIA;ZRDP8 4 -90261R000600050006-9 


r 


Th ar ADMINTSTRATIVE ~ INTERNAL USE ONLY 
‘Approved For Release 2000/05/16 : CIA-RDP81-00261R000600050006-9 


a. Men be granted paternity leave in cases where 
their wives are having natural eha ldbirth ; or 
in cases where an adoption is involved. 


b. That women adopting children be given the same 
right to maternity leave as women having 
natural children. 


Cc. That the confusion over maternity leave be cleared 
up. More specifically that pregnant women be 
told that they have the option to work longer 
than seven and one-half months of their pregnancy. 


6. I hope that the Management Advisory Group will 
, OX pass 


find sanough merit in the problem to consider it 
it on to the appropriate committec 


ae 


: 
STATINTL : 


OCI/EUR/EE 
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14 August 1973 


MEMORANDUM FOR: Director Central Intelligence 
FROM : Management Advisory Group (MAG) 


SUBJECT : Vacancy Procedures: A Suggestion 


1. It has been brought to MAG's attention that some employees 
have received no feedback after applying for a vacancy, in effect 
leaving them in a state of limbo. The problem appears to be a 
breakdown in the Agency's norma] procedures. MAG understands that 
on Agency-wide vacancy notices the Office of Personnel is supposed 
to notify all applicants or their personnel officers when the posi- 
tion is filled. A similar procedure is supposed to operate within 
the Directorates on intra-Directorates vacancies. 


2. Adequate feedhack is aa essential ingredient of good manage- 
ment and good personnel relations. Yo insure that this occurs con- 
cerning vacancy applications, MAG recommends that once a vacancy 
has been filled, the Office of Personnel or the appropriate office 
within a Directorate have the formal requirement to provide written 
notification to all the applicants for a position that it no longer 
exists. This could be done by a simple form letter which would be 
sent automatically to the applicants. 


3. If you believe that this suggestion has merit, you might 
wish to forward it to the Office of Personnel and the Directorate 
personnel officers for action. 
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14 August 1973 


MEMORANDUM FOR: Director Central Intelligence 


FROM > Management Advisory Group (MAG) 
SUBJECT 2 Vacancy Procedures: A Suggestion 


1. It has been brought to NAG's attention that some employees 
have received no feedback after applying for a vacancy, in effect 
leaving them in a state of limbo. The problem appears to be a 
breakdown in the Agency's normal procedures, MAG understands that 
on Agency-wide vacancy notices the Office of Personnel is supposed 
Co notify all applicants or .their personnel officers when the posi- 
tion is filled. A similar procedure is supposed to operate within 
the Directorates on intra~Directorates vacancies, 

2. Adequate feedback is an essential ingredient of good manage~ 
ment and good personnel relations. To insure that this occurs con- 
cerning vacancy applications, MAG recommends that once a vacancy 

has been filled, the Office of Personnel or the appropriate office 
Within a Directorate have the formal requirement to provide written 
notification to all the applicants for a position thet it no longer 
exists. This could be done by a simple form letter which would be 
Sent automatically to the applicants. 


3. If you believe that this suggestion has merit, you might 


wish to forward it to the Office of Parsonne] and the Directorate 
personnel officers for action. 
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MEMORANDUM FOR: Me. Colby 


SUBJECT .t Agency Sponsored Charter bus Service 


1. It has been suggested te MAG 
artous consideration to the astabl 7: 
tor Agai icy em wove es, etfTT icientty Ops 
alleviate the problems of parking, t 
the energy crisis and air pollutior 


management should give 

rs) ter bus Ene 

ervice could neip 
Ic congestion, 


ye 


at 


2. Unfortunately regular bus service to the Agency is poor, 
requiring some people to make several transfers, iny folving long 


circuitous routes in many Cases, and With No Service aval lable 
in all too many areas. 


3. There are nune rous Communities in the metropolitan area 
where large numbers of Agency employees reside. These areas could 
he identified by mear 1S of a questionnaire and computer supoort. 


i 
' 


Charter bus service would be directed at tnese locations 


&. MAG recommends that the Office of Logistics and the Office 
of Security give priority to preparing a plan for the creation of a 
charter bus ye. 


THE MANAGEMENT ADVISORY GROUP 
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22 August 1973 


MEMORANDUM POR: Mr. Colby 


gram Call Process: Need 
Reappraisal 


MAG has surveyed Program Call (as a process, not Just a 

bt) and concluded it isn't living up to LES Promise as 
a management improvement tool. In particular, MAG bolilevas 
fac too much manpower is devoted to reporting requiremants 
in a datail unnecessary for effective management. MAG 
bolieves this is an appropriate time for a fresh look at 
tne Gntire process. 


i. AL the begiaming of PY-/3,; departing Irom the 
previous Bx-Dir's approach of Wi ithholding a sizeable port aon 
of the Funds for conbingencs as, tho: ExsDixy dis: 
of the Congressionally approved funds to the 
Venecme oonks decentralized management philosophy, 
porformance is now to be measured against 
Program Call, however appears to i 
practice, a remnant Of the Former 
the Ex-Dir. Excessive amounts of 


IhtOuma eo. ale nee 
collected to permit O/PPB to serutinize components below 


Girectorate level. 


r lavels 
Lower 
detail 


Re 
{eS ES 


ae Obviously, effective 

Of Authority Mequirss a scruuiay Of 

elon ee Moweve * RP EU CASI G se 
have made this a burdensome task for many co 
volume of epee paper Geus greater 
components often marcly ¢ rouCn. EES 
gene? » MAG believes. the ore a se eo neee, 
recording hess cern ASOUCCeS at 
as the ; Oo ee LVa ee ine 
coe ener in Program Call data colle 

e 


rorts 


jespencd it they were eubjecred Lo Sie nanae 
sssead woon Line componant resources. 3 - 
a oe i 
Moet. eee 
fo ont 
Fae . 
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—_ és Within certain components the real planning 
© 19 Separated from the business of fulfilling the Prosra-> 
reporting reguiremants. MAG is unable to sort sincere 
D ems From mere excuses in regard to arguments for BSUe rare 
zu ing processe DOme augue, £Or Biola, Loree. ins schedules 
C ograia ele PLLace CO PeLUas Cael Sionaas ime: 
: Seer Oe of Seo ad interaction 
: en management nap Ieee a) ones, 
AL ork, there is evidence Beas 
v nt eMception gram Call has St 
ti alieves that bortant (fox each casas 2 
tO start meaningful ues wath line comoory ‘o) 
and isolate the Secor a factors on which man 
are based. 
4. The "Management by Objectives” Performance 
a mt approach has been recently added to the pr FOgram 
The basic concept of managemant by objectivas 
despite concern over how to measure performance 
indicators. The present approach is to make 
measurement of performance against the annual 
VSS at the end of the ya c any types of 
overnment and industry, ore than 
© in the intellicgance & LOL LTLGS: ers 
overnight, by world even S i, pole iess. 
lection mn CERT ONG iS: some component: 
aningful measure of part ould seem to be 
PLS SSL Ley bo: Peset sues OO ge “Ss ie 
DLCt iW SrLorreied, “Vat urrent systen , 
Of a fixed Set Gf objec ems to imply 
who reallocates resource om fixed — 
12S a New Situation will 5. pPSricrinance 
w oy 
4. Zt dces seem evident that components LequlT ine 
flexibility to reallocate resources can plan with lass 
dence than stable componants. Bot by what Beans 2a = 
Om, DDO erae < f : RY@ recogniced 
FAS POG a Sle Flexibility, 


yoyearl 4. 
Pee Ie 


Baa a wacnle 
ae 


LD 


aire! 


QPOunks 


She aD 


te, 
we 


! 
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6. Furthermore, pexforman becomes 
when measured against existin Since 
cequirements are not removed nual 
Call, an action unit presume onsible 
their fulfillment regardless of requirements 
been levied during the year. Am et be 
to review and overhaul past obj anagement 
: Dbjective Pexformance Measurement app nag to 
work. The Program Call Process probably s n with 
a wide canvass of future consumer requirem @ backed 
oy a sensitive input from action units reg ix own 
future needs. MAG believes that performan ion must 
involve three factors: eonecb te results me inst a 
valid objective, the costs to achieve thos: ar results, 
and the degree to which results meet consum ements, 


Recommendation: 


In brie=, MAG recommends a reappraisal of the Program 
Call Process in its broadest management sense. In the spirit . 
of impr ving management effectiveness while reducing resourcas 
expended in reporting, the reappr isal should be directed 
toward greater selectivity in the collection of data from 
different components, and greater flexibility in the methods 
permitted to those components in providing data. 
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20 September 1973 7 


MEMORANDUM FOR: Director of Central Intelligence 


FROM : Management Advisory Group 
SUBJECT : Centralized Courier and Pouch lacilities 


1. ‘The Agency courier and pouch facilities are a 
decentralized and compartmented conglomeration of services 
and resources. Since 1962 three major studies and two 
Employee Suggestions have recommended, with one exception, 
consolidation of the various courier systems as a cost sav- 
ing measure. The single exception argued for decentralized 
service based on the need for security compartmentation. In 
spite of the time and effort spent studying this issue, and 
the similarity in the conclusions and recommendations reached, 
no iuplementing action has been taken. Still, it would seem 
that with appropriate courier clearances and wrapping proce- 
dures, all classifications and categories of materials could 
be transmitted within a centralized courier and pouch system 
without violating either security or the "need to know" prin- 
ciples 


2. The Information Systems Analysis Staff, DDM&S is 
currently conducting yet another study of this problem, MAG 
al interest in this issue 


ADMINISTRATIVE ~ INTERNAL USE ONLY . 
Approved For Release 2000/05/16 : CIA-RDP81-00261R000600050006-9 


rs 


Approved For Release 2000/05/16 : CIA-RDP81-00261R000600050006-9 


Approved For Release 2000/05/16 : CIA-RDP81-00261R000600050006-9 


a | 


Paar 


‘Approved For Release 2000/05/i6: CIAIRDP8 1-0026,R900600050006-9 
12 October 1975 


MEMORANDUM FOR: The Personnel Approaches Study Group 


FROM > The Management Advisory Group 
SHI UCL > MAG Recommendations on Acency Personnel 
Management 
The Management Advisory Group recommendations outlined 


} rer 
below are presented for the consideration of the Personnel 
ApPreaches Study Group im. framing ats analysis of Agency 

persomuncl wnnagement. MAG ts aware that some af the proce~ 
dures recomended are alrcaudy practiced in some components; 
they are included because MAG believes they should be imple- 


mented throughout the Agency. For the sake ae OEE» we 
hay re not ineluded background arguments or the detailed 


PELROnales: WhECh Ander lle spec tiie recommendations, but we 
would be happy to discuss them if requested to do so. 
PRY 


The premises Listed describe ae departure 
1 LPS Preparation dl’ 164 ree same nica ee are repro- 
duced here because we believe thom to oe important in their 


own riecht. 


uo ® 
~ 
re 
ez) 
co 
my 


aed, 


1. Resource cons 


t es Will require the Agency 
CO OMCTALe Wit 


4 
A rey Br ae * 7 7 gn 
h fower people. 


a> Tho Agpenty 1s. and atist renain mission-oriented; 
therefore, personnel management policies must 
reflect and support rather then drive Agency 


programs, 


5. Mission requirements are continuously changing 
and increasing in complexity. 


4, Yop menapement is committed to change. 

». A great many Agency problems and a Po OL ty ot 
nocale probloms result from poor eT CLS Gre 
porlormance, 


G. The Agency is losing too many desirable aud 
productive ennloyoes. 
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7, Orderly separation Gf tareival emp lovecs 1S 2 
NECCHSATyY Part ol morsennel mans ghd TL eee 1 
Agency reeuls ECLOUS- provide the Bayle for -stEn 


cht T 
a process, they have yet to be implemented in 
any consistent Agency-wide fashion 


55. Agency purecwerat ic processes have grown te the 
pOLNt Whore: they ahio cet ful of the Agency's 
mission and are a detria bend amos een 


RECOMMENDATIONS 


iL. Establish one Career Service for each Directorate 
ye for the DCT, - 


2. Create a Career Service for 221 S166 <A 


ate a Garcer Panel system alone funceeionel dines 
hin cach Career Service. 


yperosative ta 


oo 


coe CxO PCrse bho Dar reeeor sy 
One function of 


SCCSOnRE Maria) perlormers:. 
the Ca areor Pane Ls shoul dobe the 7 OF erp loyees 
amd CO LCR. OrCe Con Or mercial peer oreers ; 


5S. Expand. and mal 


ce more effective out-placement services 
LO CNCGUTALE Che TES ronatiron Of Pare oel emp toyeds 
and to facilitate carly retirement. 


6. Elam 
per 
to 


CLOT y 


nate the Concent of a Limitec pat 
he ee it Leads 


aa | 

* x 3 Pe oe ae “ aha Re te he . 

Jat 20 1 lowed by career status 

the tenure syndrome, 

ie REGUUrG Pormal Supervisory training for ai) 1 pros 
fessional employees ‘ 


8. HEstabli 
SUPeTV ES 
of his F 


sh SPOCKILG CRLCETLe armies. ape oea 
Or acih) be -eyalueted Any a Senarate seco 
it 


ENCSS REpOFT SS 


Oy NREQUITS periodic forme] Teverse ritnose Reporcs. on 
supervisors to obtain subordinate 'S° D0) ONAL ee 
b 


a supervisor's pexiornanc: Ts HE (Bie: Gere 
Pmt waded ye or Fn exper been te i DOS TS Wh. GS lected “Gein 
ponents, 
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LO. Expand the number of specific, hith-erade slots 
throughout the Agency for promoting indivic 
WHO possess vital, Hone Supervisory sky lis. 


ii. Greatly expand the number of rotational assiani 
prerorally outside home elt ees, fox promisin# 


at all levels. 


ia. Abolish the group-hiring ae of tie Career Trad 
jag Program and ee new employees against specific 
Openings. 


13. Establish an intra-Agency information bank on Dox 
souncl where supervisors with jobs to fill can look 
for candidates. Recommend that a search of this 
bank be a first step in TDs Vecane ree. 


14. Create a nuiber of one-year fellowships which will 
bring outside talents into the Agency as a means 
of providing Agency employees with access to Spe 
skills and fresh scutlooks from scademia, andus tc 
and other Government agencies. 


ed 
jae 


15%) Lxpeand sebbarical programs whch wal ace selecrad 
Agency employees in academic and professional posi- 
tions outside the Agency. 


oe 


16. Use the MBO process for the ca ol SruGirL a eer ca om. eo 
marginal programs and skills so thot affected enn loyees 
can be retrained and assigned elsewhere. 


17. Encourage a One-Agency attitude 


by assigning not less 
than 30 employees per year arom cach Directorate to 
related functional areas in other Directorutes LOr 


not Jess than one week, 


18. Require that Directors and O€: 
cally with oa of ennloyeec 
Le -COMpOnea is 


ice Heads meet periodi- 
ail levels wi 


a 
e 
a 
i 


MANAGEMENT ADVISORY Group 


Gece, CHE 
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MEMORANDUM FOR: Executive secretary, CIA Management Committee 
ca : 3 ‘ 

PROM >: Management Advisory Group 

Cmyp Jerr ‘ . ay F a - ‘Tl 

SUBJECT > CIA Suggestion and Invention Avards Progran 


ry 


1. MAG has conducted a limited survey of the CIA. 


Suggestion ¢ and Invention Awards Program. Interest in this 

subject arose as a result of dndividuat expressions o€ concern 

over the effecti feness of a program whose fu ana al eG 
ta “promote efficiency in Government operations.” A number 


Lek 
of pertinent points energed from the survey. 


in tlie Progr ami 


Strengths and Weaknos 


2. The Suggestion and Invention Awards Program is a useful 


are ee CMe OL: change. It draws employee attcntian 2 cee need 
FOr now ways of doing old things. It encom LORSS Exe SIMen wal iLon 
Tt attempts to draw on the ideas of those eee who othe ees 
might remain silent or go unheard, 


; suggestion Program provides an indenend nel. 
of communications and forces attention and possible action where 
it otherwise might not occur. This is particularly true in cases 
where the impact of an idea crosses comnand Lines. ee 


4. The Sus 
C 


4, Management displays an ambivalen att 
program. Some managers are enthusiasti 
the system; others are vocally opposed 


ttitude toward the 
C aah a ane amd users of — 
t 


The cost of the program is detemained in terms 
paid out and the amount of funds expended on full time 


support. The cost of evaluation G025 unmeasured, This 
is a major argument of the denigrators. 


5 The absence of an an 
Open to Criticism from par 
argument for such a featur 


deal System leaves the progran 
t Da he a a clear 
e does Jittle to cali tha waters, 


v 
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7. Considering the divergence of views toward the Sug- 
Costion Proervam a high Level or €riticism of. The propram as 
to be expected. Two are worthy of particular note, Of first 
concern is the effect of the program on management-employce 
relations. The present evaluation process tends to extend over 
1 fairly lengthy period of time ~ 60 days at best with one 
two yours a Frequent octurrénce. . Tn. spite of Prequent: ..eed~ 
back communications by the Iixecutive Secretary, the use of the 
form letter expedient causes some suggesters to be critical of 
the system, Declined susgestions are often viewed as being 
eTther wisundersvood.6or the victim of “polices.”  Lvalvators 
tend to view the program as an infringement om their 2uchority, 
a reflection of their ability and an attempt to LECCE Woo 
the operation of their activity. a best, it is too often 


ct 
oO 


& Ad 


: ? 
viewed as an imposition on their already crowded schedule of 
work. Some managers view the preogren 2s a Jow priority activity 


of tharvoinal benerit, 


B. A Setond Inibortdn: criticism is of the evaluation 
procedure. Busy Line evaluators too often fail to take the time 
to consider and articulate a decline fully. At ihe Sane time, 


acceptances too freauently are expressed in unquantified terms ana 
are thus further deleyed when returned for further documenta 
tion. 4h either Soa: the program an 1US: partici puncs safer, 
Ti a ‘ offered the on declined, it must be for good 
son, one which the sugpester cam accept at 

is ecceptcd, it Should be accepted and 


Conclusions 

9,° It is MAG's conclusion that the importance of the 
Suggestion and Invention Awards Program to the Agency is a 
value judgment. There is no precise or quantifiable method 
of arriving at such a conclusion. MAG does believe that % 
program is fairly and ambitiously administered by the siuy+ 
gestion Awards Comaittee and the Serna Secretary... Lheur 
ability to further improve the Program depends almost excius- 
ively upon the degree ox top and niddle Line management support 
they receive. 


Pett 


ME GeGhmen ee 


Packerouna on 


the CIA Suggestion and Invention Awards Program 


Oo 
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Attachment 


CIA Suggestion and Invention Awards 
Progran 


4d. The official purpose of 
Awards Proprai I G0 NAnonone ef 
ne abllity to measure provram.e 
S prog 
Ea 


CLA Suggostion and Invention 
ciency in Government operations," 
et iveness 


a broadly stated goal is Limited Lt best and pernaps expla hy 
theres. 2 warked divergence of eee toward the rene o- 
gram. The propram is based on the hypothesis that a Formal 

em Ox paid awards will increase the Guantity and quality of sug- 


re 


cr gre 
me) CS 


“40nS and inventions LOT DIC OMI Ie -F Tan employeas., Uae ties Ong 
subse as the wicer £ sugcestian nrseras io Aon ee 

, bseribes to the concept of the suggestion Progran or not it 

Pyoe Sotve as 20 TaSstrunent: of chanse, ~The VOTY UGSe of encauras: 


ing chployees to think of new methods an AVS OR COlie the ae) 

Supports the ongoing need to, induce chance in the bureaucrec 

Ik it were to serve no other purpose this factor alone hee ea 
progran merit. 

ahs oe agejmont attitude is ali diportent. Some supervisors 
a | SELGiE employee is paid to think and make suesa 5 as 


part of his job. If his suggestions are eood, 

should expect career enhancement and promotion as § 

award, On the other hand, when an employee has an idea 

Closely velated to his job or one with which his SMo2T vis 

may no SS in sympathy it is difficult and too ¢ requently 

impossible to obtain a fair evaluation. Employees who use the 
Hy 


“ 


Suggestion : System are often viewed with Suspicion by thei: 
visor who may feel that the employee is "s 


: 
; selling” ideas which 
otherwise might be withheld. Such nixed attitudes are a POA Lacey 
and cannot be easily countered. Strong management support for 
Cie sp tae rai, 45 indispensable and a continuing educational protran 


LS essential if the program is to <unction at even a miniinun 
1eved.. 


3. In looking at suggestion systems operated gee in 
Government 2c £ 
La 


and indust ry one finds two methods of evaluation 
in use - ine and staff. In the LO Mer. xe Sue eke en 1s 
evaluated wis the chain of command us ually ae the imple 
menting level. The theory underlying this apn roach Le tag 
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the potential implementer is best qualified to evaluate the 

idea and after all is the one person who trust accept the change 
involved. The staff method uses an independent evaluator ASSUIRLNS 
ereacen objectivity coward change and a lack of impingement 

on the line manager's limited time. The Agency uses the line 
OVUM 2a LOll. OF ee approa rch as an caxpedicnt to evoid 
position staffing prob lens ard in recognitica of the merit of 
involving the implementer. One of the penalities of using the 
line: Orranizetion Ge the, competition between the evaluacor's 
primary job demands and See evaluation duties. Private 
industty experience reveals jine evaluation requires twice the 
time for processiz ng a suggestion or $0 days versus AS days on 


he 


the average. Data are not available to ee whnether an inverse 
reletionship exists in the implementation Pease. 


The Agency system 
4. Suggestions are forwarded to the Exccutive Secretary 

of the Suggestion Award Committee (SAC). | ch one is reviewed 
for eligibility and either rejected or forTrmavtded to the prospec 
tive implementing component(s) for evaluatics, Tt aleclired 2a 
formal reply is sent through the Directorate Committee Member 
of Office Head to the Executive Secretary. ‘The Executive Sec: 
retary may accept: the declinecion and advise the sugpestor ar 
he may protest to the evaluator if the. rejection is found 


‘ 


wanting. Under the present system the hxecutive secretary 
exercises final judgment on declinations. The Executive Sec- 


retary may also refer the suggestion to additional components 
or to other Agencies. If the Sse On SES potentially patent 
able, it will be referred to the CIA Patents Board, “LNOfe 9s 
no oral provisiom (or appeal bythe See ls The SAC does 
not receive reports on or become involved i: Gee sugges- 
tions except at the discretion of the E 
one Point in the ee i history the i 

but found there were too few decision warrant the 

time required for the task. Accepted s suggestions are returned 
to the Executive Secretary who in coordinat 01 With. the anple- 


re 
i 


© 

Xa 
2 
se 
ct 
pei 
ey 
fond 
ui 


montine off aoe detemnines the extent of tangible and intanpible 
first year savings. A recommendation is made to ENG DAG. Cole 
cerming pee neice and recommended awards. During the entire 


oe) sabato a Nt aay Gh te : Boe ih eet cia alot 
process the Executive Secretary keane the SUug¢estor aniteriea 


concerning the status of the suggestion. 


on 
we 
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on the SAC is appr 


ew 


yed by tne Director ane 


pre 
resentative from cach Darecctorate. The 
acter oy Deputy Darecear 


SGD ae by either the Die 
Gl.  Peciiiical advisors 
‘ 


are cae and called to 


w m~ 


committee as needed. 
& coer <GNer dines “EG? ec 
CERO -avargs: Or 2 
Secretary works c] 
tho Giri Ger 

private indus ough 
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.EMORANDUM FOR: Director of Central Intelligence ~ 
Pie : Management Advisory Group (MAG } - 
Se Ge - ‘'Eeedback" as ] 


a1 Mechanism for tne 
Evaluation of Agency Performance 


ee 
14. MAG recently completed a limited review of che 
arious formal and informal mechanisms used by consumers t 
rovide the Agency with feedback on the usefulness of Agency 
ntelligence reporting. During this review, we identified 
ertain problems and possible solutions which we believe have 
L 


Vv 


path 


ae 


direct bearing on your current interest in feedback as @ 
chanism for. the evaluation of Agency performance These 
oblem areas and possible solutions are summaris 


2. We believe current feedback mechanisms are deficient - 


a. There is a need for more formal, direct, and 
specific feedback from ultimate consumers to the 
® collectors and producers of finished and actionable 
intelligence. Some informal feedback existe, but it 
js deficient in that it does not necessarily represent 
the views of the ultimate consumer nor cass it lend - - 
itself to formal analysis. . . sa 
b. Inadequate use is being made of available) * 


feedback data, perticularly Publications Source Survey 


in assessing the actual and relative er=sc~ 


3 : 
tiveness of the various collection methods and progran 
directed against the same geographic oF functional targscs- 


c. There is a need sor epoaees participation by 
consumers in the foyward planning of collection activities, 
particularly in the human collection area, &> a means 
of improving equirements and tasking fone form of feed- 
back) while concurrently developing @ betcer vindersteneies. 
on the part of consumers, of the Limitations of tie Verscus 


collection methods. 
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a. The PSS progran should established on a 
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_ effectiveness of particular collection programs Gees 
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bs 
re 
the ee nated of ti 
Wath. Es “DDO, 


and, 


Be 


i b. “A program 

for actionabl e repo 
the DDO. pees 
is used in the most im 


eationus; and, by informa 


4 


Sim 
an 
re T 


Sor 
a>) 


anlar i such reports 

PECGSat of DDO re 
ished intellisence 
the amount | 


a 


tn Ef ch 0) oct 


in of 


rv) 


‘reporting whi 
then national 
cent 
direct 
made by the 

assesses the 
intelligence ¢ 
contribution 


rea ay 


GQ HoH @ 


and incr 
faedback on ths usef 
recipients of 


a 
e 
o is directed 

mtelligence ni 
seca It is 


tot 


contribution m 
Hroauc ts, this 
made by a re 


ek & 
ct 


SAD EY 


i 


en) 
aon 

© ch he QO 
Cn ct 


chpti-t 


u 


me 


oo 


ba 
fad 


HO @ Ce ee 


een ae nea 
the en Rete 


£ eae Z 
es OF this reporting 
reporting hy 


as min wh 


fu 
ee 


Just as t 
by 2 rveport to the 
osed program would 

ction finell 


chs 
ot 
mora he 


f) cho WM 


+ 


Approved For Release 2000/05/16 : CIA-RDP81-00261R000600050006-9 


ADMINI 


STRATIVE 


INTERNAL 


USE ONLY 


rt 


sently provides Agenc 


Sk 


a 


evaluation. os 
following 


cation of the actual and re esti 


YQ 


a4 & 


ancy collecs 


Approved For Release 2000/0518’: CIAXRBP8100264 RUO8600050006-9 


d. NTtO'’s and analysts should participate, peer 
directly, in the planning and evaluation o£ nea 
projects, including human cost cha an ac ekg ees 
manner, we believe more specisic anc pe eve ben ee 
ments and tasking will result as an asnert eens 
standing of the limitations of ie various ca ec 
methods. 


os 


e. Feedback in the form of PSS data, feedback from 
NIO's, and MBO shouid all be used in a Sen ralaamies aid 
to identify marginal collection efforts ane ae eee _ 
As a result of this effort, we would eee Pe 
designation of certain countries and Panee cs pang ae 
collection efforts will be discontinucc, and the iden : 
cation of considerable community-level requirements an 


tasking which are no longer velad.- oe 


a i ; : m = ity to 
4, Tf you desire, we would welcome the opportunity 


meet with you, or appropriate state officers, to discuss this 
memorandum in greater detajl. : ss sea 
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MEMORANDUM FOR: The Director 
SUBIECT: Steps td Encourage Car Pools 


1. The MAG recornmends that you exploit current 
concern with fuel restrictions to tee again to encourage car - 
pools arnong Agency employees. Ths pluses and minuses of 
car pools are clear to most employees, but in current cir- 
cumstances the pluses might usefully be restated in an Peover 
wide bulletin. 


2. The map and locator card ieee On fee fist 
floor has proven to be a less than perfect sys 5, ees eee 


because it docs not identify Agency employees ee homes 
are proxirnate te an individual seeking to establish a car pool. 
(Nox should such information be displayed in cour halls.) Such 
an individual rnust await the decision of another employee to 
participate in the map/locator systern and is not able to use his 
powers of persuasion to seek out potential poole vs because he 
does not know who they are. Monetheless, a reminder on the 
existence and purpose of the map/locator system is probably 
in. order. 


3, But we believe that the prerequisite for expansion 
of car pools among employees will be access to information on 
what employees live close enough together to make a car pool 
worthwhile. This is particularly true for employces living in 
more remote areas not shown on existing car pool locator. 


raps. In any case, we suggest that the Office of Personnel be 
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authorized to release, under adequate security procedures 
and on an individual basis, the narnes of all persons living 
within a given ZIP code or telephone exchange area. It is* 
our undesstanding from personnel of the Statistical Reporting 
Branch, Control Division, Office of Personnel, thet such 
information is included in current computer runs and could 
easily be made available with minor reforming of the runs. 


4. We suggest that an individual, not a comrnittee, 
be appointed to work out the details as quickly as feasible. 


THE MANAGEMENT ADVISORY GROUP 
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MEMORANDUM Fo: i 
SEO RAN DUM FOR: iD) 2Cctor oC or: Mme il 
j 1 : Pirector of Central ince. licence 


fOr Evaluestinge 


New Proceed 


SUBJECT t = 
ie oa 
Research Provosals 


introduction 


STATINTL 


evelopment of a technicue to 


estima te es es ump s — Sw ‘ - > t i: = 
Liat ~a WO Went LO ROW, £rom Gata we Ga kiuacs 
Or are walang to as sume. eye ae 


2 THe review or : 

“6 THe review o ess for each pronosal is 
i ee ee process LOX @ach proposal is 
aaa Soe aaa a 4& DDL analyst may, for examole 
wa H St + ¢ = P=) coud be. 5 ie 7 & rs ao 
aoe “Nat @ research contractor Should be hired to 
aoe something. The analyst can then either asi the 

a . . pame nese : me he wR ANS 
tfice af Rosuacay and Davalopment (ORD) to pay £F th 
Ver ee. Ge ear, aeavaes tae ee ; ee 

2 cux ~— Gan request DOT funds. In either case 
a & 4 a jong St oe ee 
he reque LLLLers upward through layers of ni 
Sane one ere tee ultimately pays ox Sayvs no. 
: < saye 
‘ te natively, high-level managemenk in tha Bee can 
cies ees a -CAL 
oS tlate a pronosal which may then be reviewad sy DDI 
ficers. There is pee ae = 
ece 25 no single channel for all proposals 


Ne ae 


and there need not be. ‘ 


im ne : 
owes Usually the right peonle 
faci proposal, but often no one 


contractor will do, or how 


STATINTL 
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imUE- earned S wy ~hatalatiiabst ae ost e 
I Sie Pee. face DOSS? Gan Enecurads oF cLiscourage 
Spending Eive million dollars as the proposal recommends. 


STATINTL ‘ Hie : 
Sue LO GQQtermine What Sea WO do 

“eel SES HORS, ONS Yeaads .o9 page 4 Po UGE sg Os a1. 
that "...the primary aim of this Ss be able 
CO Predict ths world's food Susol So tas 
mean? Willi we gat forecasts of e grain 
ang. livestock outputs? Apparentl n page 29 
we learn that the "climate/food sys "dis~ 
eggregated no farther than is absol necessary to 
obtain a good simulator of its perfo eS This means 
that disaggregation in the Climate/Food Simulator to be 
developed will stop well before the level of chloro~ 
plast physiology, even well before the levels of 
individual crop plants and (naaetaad fields." 

Be - ibe ee Climate/Food Simulator will not predict ~~ 
grain production, then what will it ao? What policies 
will the study evaluate? ‘The answer may well be that 
the study will be a systematic interdisciplinary effort 
to solve vital nutritional problems bearing on national 
Security. What nutritional prcsiens? THis sort of 
question/answer game can continue through endless meetings 
and memoranda, and perhaps never be resolved. 


; 6. The game continues because we seldom ask the 
. - pt eskee apraasecr 
right _guestions . By asking for research plans, proposals, 
and objectives, we elicit meaningless generalities. 
Recommendations 
7. Slight modifications of the contract vrovosal 
and review Seen could greatly imprave its effectiveness 
The Boe mey officers who first advocate EuoashS 2 proposa yt 


should be asked to: 


a. Prevare a table of var 
ten pages, this tadia vould z 
posed research would accomplis ) 
Cian Saving that a study's primary a 
the world's food supply, ons could say tha c 
study Will predict fcr the next four Years the time 
Series on Soviet grain production found on page 323 
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method would se rve. Potential customers c a 
told exactly what ces method wi Li do and now it 

A F cares eer ‘ei 
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ax: HOACKHOS « 

Pax eicular, Many customers want to know somath] ATL 
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9. But when we find a technique that has been 
developed but never used, we should ask why. Did we 
ever understand what the contractor would do? Did we 
determine which customers would use the technigque's 
results? This sort of audit would help greatly in 
planning future research programs. 


MAG 
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Comments on the Director's (Los Angelas 
cil Sreech 


3 
oe 


ts, previous 


a MT ts + ; + ; + 
2, MAG view of the Director's, NOpenness POUT Ore nS 
i : e a " marl! fice, Manes Wy aon es } ise ~ 
unease in ne ecm ay » 18 aS varied as the desrees of onen- 
ness contemplated. Some sense the Director should kean all 
OT Ny Aas stood thai £ a = ates 
employees posted as to the form and extent of openness in 
practice; for instance, prominently posting a List of #17 
rganizations and persons eae “tours” Sid. plans for 
future exposure. Other MAG membe sense the Agency has 
A uct Be i a 2 Gon a Rp asc sy Bea det” 5 Boas: 1 
Co et eee a capability to ene ee blems in the 
ak ate ak th pe n 444 - 74 4 Tt 4 
past and that thls capability will guide 
enls new era of “openness''. Others sens: 
the whole issue. 
3. HAG rowith 
a Wow uk 


he Director 
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